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PART 1   

INTRODUCTION 

The Royal Conservatoire of Scotland is a national and international centre of excellence for 
the performing arts. Building on our roots in 1847 as the national academy of music, we are 
now one of Europe’s most multi-disciplinary centres of performing arts education. Through 
our innovative curriculum, we offer highly-specialised education in and across the art forms 
of music, drama, dance, film and production. 
 
Our Strategic Plan 2015 - 2020 “Delivering a Defining Performance” illustrates our 

commitment to continue to place equality and diversity at the heart of our strategic 

priorities, embedding it across all of our activities and making it central to each and every 

policy and practice which exists within the institution.  

This report demonstrates the practical application of this commitment over the last 2 years 

and how this has positively impacted upon on our ability to better perform the general and 

specific duties of the Equality Act 2010. 

LEGAL BACKGROUND 

The General Duty of the Equality Act 2010 requires all public authorities, including higher 
education institutions, to have due regard in the exercise of their functions to the need to:  

o  Eliminate unlawful discrimination, harassment and victimisation and other 
prohibited conduct  

o  Advance equality of opportunity between people who share a relevant protected 
characteristic and those who do not, considering the need to:  

 Remove or minimise disadvantages suffered by people due to their 
protected characteristics  

 Meet the needs of people with protected characteristics  

 Encourage people with protected characteristics to participate in 
public life or in other activities where their participation is low  

o  Foster good relations between people who share a protected characteristic and 
those who do not  

 
The Conservatoire is also required to meet the Specific Duties of the Public Sector Equality 
Duty, which require us to:  
 

o  Report on our progress on mainstreaming the General Duty into all functions  

o  Develop and publish a set of equality outcomes that cover all protected 
characteristics. Our Equality Outcomes Report 2017 can be viewed here  

o  Assess the impact of all our policies and practices against the needs of the 
General Duty  

o  Gather and use information on employees and students in a way that 
advances the General Duty  

o  Publish gender pay gap information and occupational segregation information 
in terms of gender, disability and race. Our Equal Pay Review 2017 can be 
viewed here  

http://extranet.rcs.ac.uk/StaticFiles/strategy/Delivering%20a%20Defining%20Performance%20-%20full%20version.pdf
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o  Publish our policy on equal pay in terms of gender, disability and race. Our 
Equal Pay Statement can be viewed here  

o  Pay due regard to the General Duty in terms of the procurement of specified 
goods and services  

o  Publish all information in accessible ways  
 
This report meets the first of these specific duties, in that it reports on the mainstreaming of 

equality and diversity into all of our activities and functions. 

 

REPORTING ON EQUALITY 

To highlight the prominence placed upon equality and diversity within the Conservatoire, two 

key changes have been made to internal reporting mechanisms since the last Mainstreaming 

Report: 

 The Principal now chairs the quarterly meetings of the Equality and Diversity Forum, a 

very active forum which brings together staff and students to discuss and review all 

matters relating to equality, diversity and inclusion. A copy of the terms of reference 

for the Forum is attached at Appendix 1. 

 A Fair Access Committee has been established by the Board of Governors, tasked with 

facilitating and progressing the widening access and participation agenda across the 

institution. The first meeting of this Committee, which is a sub-committee of the 

Board of Governors and is convened by a Governor, is scheduled to take place in May 

2017. 

In addition to the above, the subject of equality and diversity continues to be actively 

considered and discussed at each level of the Conservatoire, being a standing agenda item at 

key meetings and committees, including School Management Meetings, Conservatoire Senior 

Management Team and the Board of Governors meetings. 

The Equality & Diversity Officer provides an annual monitoring report, which is received by 

the Conservatoire Senior Management Team and Equality & Diversity Forum and which is 

easily accessible to all staff and students on the intranet. 

The Conservatoire Counsellor & Disability Adviser reports annually to the Curriculum and 
Enhancement Led Institutional Review Group. The report gives particular emphasis to 
statistics comparing acceptance of disabled applicants/non- disabled applicants and 
progression and degrees obtained by disabled students and non-disabled students. The 
findings of the report are then passed to the Schools’ Management Teams for discussion and 
response.  

 
 

VISIBILITY 
 
We are very proud to have champions at the highest levels of our institution, who are 
proactive role models in demonstrating our commitment to equality and diversity: 
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 The Chairman of the Board took part in a video encouraging all staff and 
students to participate in an anonymous diversity survey 

 Two members of the Conservatoire Senior Management Team are also 
members of the Equality and Diversity Forum, a group of committed and 
passionate staff and students who meet four times a year to progress all 
matters relating to equality, diversity, access and inclusion. Other members 
of the CSMT also attend the Forum on an ad hoc basis.  

 Members of the Conservatoire Senior Management Team are also featured 
in the Conservatoire’s “It Gets Better” video, which provides hope and 
inspiration to young lesbian, gay, bisexual and transgender people. One 
member has since retired but is a Professor Emerita who has strong and 
lasting links with the Conservatoire. 
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PART 2   

MEETING THE PUBLIC SECTOR EQUALITY DUTIES 
 

Everything we do at the Royal Conservatoire of Scotland, as an educational institution, a 
public performing arts venue and as an employer, is underpinned by our passion and 
dedication to promoting, developing and celebrating equality, diversity and inclusivity.  
 

Since our last report, we have continued to actively implement projects and initiatives that 
further this commitment and fulfil the requirements of the Public Sector Equality Duties of 
the Equality Act 2010, in terms of mainstreaming equality across three broad areas: Students, 
Staff and Community. A selection of initiatives are detailed within this report, but please note 
that they do not reflect the entirety of the Conservatoire’s work. For more information about 
the range of our equality, diversity and inclusion activities, visit our website: www.rcs.ac.uk. 
 

STUDENTS - WIDENING ACCESS AND PARTICIPATION 
 

We are committed to widening access into the Conservatoire for people from the widest 
range of backgrounds and to promote cultural and social inclusion, as we understand the 
profound difference that both education and the performing arts can make in an individual’s 
life.  
We are very proud of our extremely successful initiatives, specifically: 

Transitions is an award winning performing arts initiative, which began in 2013 as Transitions 20/40. 
We believe that everyone with talent and potential should have access to training at the Royal 
Conservatoire of Scotland regardless of their background. We understand that for many people who 
want to pursue a career in the performing arts, finding and funding suitable training activities and 
courses can be challenging. The Transitions initiative aims to provide funded training for those wishing 
to study within the performing or production arts. We want to prepare students for degree level 
training at conservatoire or university level. Transitions seeks to help people from key Scottish 
postcodes who would like to study dance, drama, music, production or filmmaking and offers 
mentoring and funded training. A summary of the success of this initiative can be seen below. 

  Royal Conservatoire leads way in widening access                                                         10th February 2017 

  We are leading the way in attracting applications and entrants to 
higher education in the performing arts through our award 
winning widening access initiatives, according to official figures. 
The number of full-time RCS students from the 40% most 
deprived areas in Scotland has gone from 26.9% in 2015/16 to 
28.5% in 2016/17, an increase of 1.6%. 
The number of people entering undergraduate programmes at 
the Conservatoire from the 20% most deprived areas, has gone 
up by 2.7% to 12.5% from last year’s 9.8%. 
These figures relate to students of all ages currently studying at 
the Royal Conservatoire. 
Our award winning widening access initiative, Transitions 20/40, 
has shown that applicants applying to our undergraduate 
programmes via Transitions 20/40 have a 6.8% higher success 
rate at audition. 

  These figures released by the Royal Conservatoire highlight our 
commitment to and success in widening access to performing 
arts higher education. 
Professor Jeffrey Sharkey, Principal, said: “The figures clearly 
demonstrate the success of our fair access initiatives. Our 
award-winning widening access programme, Transitions 
20/40, has gone from strength to strength, transforming the 
lives of those involved. 
Now in its fourth year, we have seen the remarkable impact it 
is having on the lives of so many of our students and it is a 
credit to the Scottish Funding Council’s continued support and 
to our teaching staff for their commitment to the students. 
“It is our belief that by nurturing the talent of more of 
Scotland’s young people, their choices and life opportunities 
will increase. In real terms, this is access to arts and humanities 
for all, enabling people from all walks of life to reach their 
extraordinary potential.” 

http://www.rcs.ac.uk/
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Statistics relating to the numbers of people assisted by this programme can be seen at Appendix 4. 

Widening Access to the Creative Industries (Production and Performance) is run by the Royal 
Conservatoire of Scotland on behalf of FOCUS West and offers tailored support to S5 and S6 pupils 
who are interested in progressing in the performing or production arts. 

This programme works with pupils from FOCUS West schools who have an interest in progressing to 
college, university or higher education institutions. A list of the 37 FOCUS West schools can be found 
here. 

Specific interest in courses relating to the performing arts industries will be supported through 
participation in this project. This includes music, drama, dance, film, television, technical and 
production arts (e.g. costume, sound, light or set design, and stage management). 

In academic year, 2015-2016 we worked with 415 pupils.  Responding to a questionnaire 
pupils identified themselves as follows: 
 

 Black, Asian, Minority Ethnic background (BAME) 18 

 Refugee/Asylum seeker 2 

 First person in family to aspire to Higher education 96 

 Care experienced 7 

 Is a young carer 13 

 Has a disability 16 

 Has a parent with a disability 19 

 Has additional support needs 28 

Care Experienced Students 

The Conservatoire is committed to ensuring that those from all backgrounds feel able to apply to 
study with us. This includes applicants who have been looked after at home, or in residential, foster or 
kinship care.  The RCS Care Leavers Handbook, a resource for care experienced applicants 
considering HE study, was replaced last year by the online resource, Propel. Each HEI has a 
dedicated page on this website http://propel.org.uk/Details/royal-conservatoire-of-scotland. 

Key Conservatoire staff have received Corporate Parent Training from Who Cares? Scotland, to equip 

us to continually improve our policies, procedures and practice. Rather than provide the 

answers, their training brings care experienced people together with our staff at a strategic 

and operational level to plan the way forward. We have a number of statutory duties under 

the Children and Young People (Scotland) Act 2014. In order to meet our legal obligations, 

work is underway to write and publish a Corporate Parenting Strategy and Action Plan. This 

will be progressed as part of our new Fair Access Operational Development Plan during 

2017/18. 

Enhancing BAME Student Recruitment  

We continue to seek new and creative ways to encourage more applicants from a Black, 

Asian or Minority Ethnic background, as we are aware that the majority of our student body 

remains largely white. 

http://www.focuswest.org.uk/
http://www.focuswest.org.uk/
http://www.focuswest.org.uk/wp-content/uploads/2013/05/List-of-FOCUS-West-Schools-from-Aug-2013.pdf
http://propel.org.uk/Details/royal-conservatoire-of-scotland
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We have been active participants in the national “Attracting Diversity" project with the 

Equality Challenge Unit1 which runs until July 2018, through which we have aimed to increase 

the number of BAME applicants to undergraduate programmes in the School of Drama, 

Dance, Production and Screen.  A key output in the first year of the project was a fully 

subsidised training programme for BAME artists and performers who wanted to enter into or 

return to the arts. The initiative was jointly funded by RCS and the Scottish Drama Training 

Network and delivered by the BOOST project, a Scotland based initiative aimed at boosting 

Black, Asian and Minority Ethnic representation in Film, Television and Theatre. This 

programme covered: 

 Natural behaviour, rhythm, breath and action on screen and stage 

 On camera technique, with screen practice; scene study and audition preparation 

 Professional career action planning and best practice in approaching casting agents 

and directors 

One of our Student Recruitment Officers has a focus on Pre-HE, Lifelong Learning and 

Widening Access & Participation, and recent projects have included: 

o Working with community arts organisations 

o Organising visits and tours with school groups 

o Agreeing a partnership with the Young Vic in London 
 

Junior Conservatoire Contemporary Performance Practice students have been working this 

year with Ignite Theatre, who focus on working with refugees and settled migrant 

communities. Collaborative work will result in a double bill performance at the end of the 

year. Junior Conservatoire Jazz students have been working with BAME students in North 

Glasgow, which we hope will ultimately result in conversions onto our degree programme.  

 

 
 

Brass students from the Cayman Islands on an exchange visit to the Conservatoire.  
 

Our Head of Brass was invited to the Cayman Islands to teach a series of workshops and 
masterclasses and was accompanied by a Masters student as a guest soloist.  A group of 

                                            
1 Equality Challenge Unit is the higher education sector’s advisory body on all matters relating to equality, 
diversity and inclusion 
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young students from the Islands subsequently visited Scotland and enjoyed a day of 
workshops, masterclasses and side by side playing with Conservatoire students. 
 

STUDENTS - WITHIN THE CONSERVATOIRE 

The activities described in the following section provide an insight into how equality is 
mainstreamed into activities from the very start of a student’s journey at the Conservatoire. 
 

 
 

Our Curriculum 
Since Mainstreaming Equality 2015, we have commenced a major review of all of our 

undergraduate programmes.  As part of this, we competed with other Scottish HEIs to be 

accepted onto the Higher Education Academy Embedding E&D into the Curriculum Strategic 

Enhancement Programme. We recognised this as an excellent opportunity to gain valuable 

support and expertise in ensuring that our commitment to embedding E&D into each of our 

undergraduate programmes, both in terms of content and delivery, would be robustly 

tested and could stand up to scrutiny from colleagues within and beyond the Conservatoire. 

All Programme Design Teams (PDTs) submitted an Interrogation document, evidencing how 

they had embedded E&D into the programme through responding to the following questions: 

 

 

 

Embedding Equality and Diversity in the Curriculum 

Please outline the ways, providing clear examples where possible, in 

which you plan to incorporate equality and diversity within your 

programme. Key questions to ask yourselves (amongst others) as you 

deliver the programme on a daily basis include: 

 Does the teaching team have the skills to support students to actively 

challenge bias, prejudice, discrimination and stereotyping? 

 How does the teaching team ensure that the learning environment is 

free of prejudice and discrimination? 

 How does the teaching team allow for differing cultural backgrounds 

and language needs in the student body? 

 How does the content of the curriculum evidence an inclusive approach 

to differing cultural groups? 
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At the Interrogation Panel, PDTs and their programme documentation was scrutinised 

and challenged, giving teams an opportunity to further enhance programme 

documentation prior to formal validation in November. Detailed feedback and advice was 

provided to each programme by the HEA, which also praised the Conservatoire as a 

whole, stating:  

“Overall, we would like to commend the conservatoire as a whole. There is much good 

practice occurring within the institution, which should be celebrated*. Indeed, many of 
the programme teams could learn from each other’s work, with some teams wanting 
to implement activities already occurring elsewhere. We strongly urge the 
conservatoire to develop mechanisms by which practice can be captured, shared and 
utilised to support and inspire further innovation. “ 

 

*For example, the introduction of a student-created Student Charter, which can be 

fundamental in creating spaces of mutual respect and safety for effective collaboration 

and threshold learning. Another example which was specifically highlighted was the 

facilitation of self-reflection as a method by which equality and diversity can be explored. 

As part of the strategic enhancement programme, we have been running a pilot that has 

the following components: 

Institutional Level: 

 Evaluation of the extent to which the redesign of the undergraduate 

curriculum will further embed equality and diversity in the curriculum as part 

of our UG curriculum review (The introduction of all revised undergraduate 

programmes will take place in September 2018). 

 Programme of EEDC awareness raising events scheduled between September 

2016 and June 2017 for academic staff.  

Programme Level: 

 The BA DFTV Programme worked with a diverse, dynamic local arts 

practitioners on specifically designated days to broaden the awareness of the 

cohort. The ongoing impact will be evaluated through future project work. 

 The BMus programme piloted a new first year module entitled “Healthy 

Musician” to promote inclusiveness. There were two component parts to the 

module, principally choral work; there is a vast body of evidence which shows 

that singing together promotes affiliation, releases hormones associated with 

health and well-being and promotes a sense of togetherness in societal 

contexts.  In addition to this they included lectures on healthy practice and 

mental health and well-being. 

 The BA Production Arts & Design and BA Production Technology & 

Management jointly participated in a 4 week pilot project which required 

small cross programme groups to choose a protected characteristic and 

research how it had been impacted on or represented by the development of 

theatre.  
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The research was expected to explore: 

- the political and social climate and its impact on the chosen subject 

- the nature of the related performance and how audiences responded 

- other key developments of theatre at this time and how their work has 

influenced the chosen subject. 

Introduction to Collaborative Practice 
 

We continue to run our extremely successful Introduction to Collaborative Practice module for all 
first year undergraduate students, to ensure that equality, diversity and inclusion are central to their 
thought processes from the very start of their student journey. 
 

A key focus of the module is the Universal Declaration of Human Rights, which is initially 
read by the entire year group. Small cross-disciplinary groups of students each then select 
one Article upon which to base a ten minute performance, bringing together their individual 
art forms, to bring to life the content of the article and to raise awareness of the article 
amongst the rest of their year group. Each group is given a budget of £100. At the end of the 
module, not only will students have immersed themselves in one of the Articles of the 
Universal Declaration of Human Rights, but they will have viewed the performances of 21 
other groups and engaged in in-depth discussions about the content of each Article 
portrayed.  
 

This module enhances the understanding of students at the start of their graduate journey 
about how they connect with the world through their chosen discipline, and gives them a 
profound understanding of human rights that is carried through their time within the 
Conservatoire and beyond. 
 

 
 
Bridge Week 
The Bridge Week festival is a now established interdisciplinary, cross-conservatoire performance 
event where students are given free rein of resources and facilities to stage original, dynamic, 
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diverse and creative work. This year, Bridge Week spanned the humorous to the hard-hitting with 
parody, plays, musicals and comic opera as well as music and dance. 

The 2017 Bridge Week performance programme included Goodbye Colour, a scratch show that 
blended music, opera and British Sign Language and performance and asked the question ‘how does 
it feel to live in modern day Britain as a person of colour?’.  Not for Sale focused on human trafficking 
and the sexual exploitation of young women with real life stories, piano, song, dance, acting and 
poetry. Mental illness is addressed in A Tickle in My Mind while 11 Years was a musical set after the 
9/11 terror attacks in New York. There was also Japanese contemporary dance in Fragments: a 
Butoh Exploration of the World Around Us; the Composers’ Orchestral Workshop had music from 
RCS’s compositional talent, played by a symphony orchestra of students and In Tune with the Infinite 
had piano improvisation, Tibetan singing bowls, solfeggio tuning forks, soprano and harp. 

Equality & Diversity Bids 
Our innovative Equality & Diversity Bids process continues to be an extremely successful means of 
engaging students in actively promoting inclusivity and diversity within and beyond their own art 
form. We have been overwhelmed with the continued creativity, imagination and inspiration 
demonstrated by our bidders, which within the last two rounds of bids have included: 

 “Humans of Deaf People” ~ A multi-media exhibition by and about students on 

our BA Performance in BSL and English, the first degree of its kind in the UK 

 

 
 

 The student led Diversity Conference brought together students, professionals 

and external speakers from across the UK to challenge the barriers to equality, 

diversity and inclusion within the creative arts 

 “Restructure” and “Silver Sterling Spoons” ~ An exploration of the legacy of 

slavery in Glasgow and the role of artists in facilitating social change 

 “One Foot in this Space” ~ A series of podcasts to provide a first person 

perspective into the nuances of what it means to live with one or more 

protected characteristics 

 “How to Own the Room” ~ Exploring the LGBTQ+ influence on classical music 

 “Dinner with Daniel” ~ a short film addressing LGBTQ+ and mental health 

issues 
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 A collection of powerful and inspiring films that will actively try to change and 

influence audiences with messages of positivity and empowerment 

 Exploring the intersections between classical Chinese opera and Western 

opera 

 Establishing an understanding and respect between the Chinese and Western 

musical traditions and cultures 

 An Introduction to Arts Journalism programme for students from marginalised 

groups 

 An exploration of the life and work of Sylvia Plath, with a focus on gender and 

mental health issues through an original devised piece of theatre 

We have also allocated additional funding specifically to cover events to mark Black History Month for 
the last two years. We will shortly review the possibility of extending this provision to incorporate 
LGBT History Month, Women’s History Month and Disability History Month.  

Black History Month Project 2016 

A small cohort of students worked with the Transitions Coordinator and a BAME artist and 

graduate to create a response from a walking tour delivered by Coalition for Racial Equality 

and Rights. This was part of Black History Month at RCS and was funded by the Equality and 

Diversity Forum. 

Students Union (SU) and Diversity 
 
The SU proactively champions and promotes equality, diversity and inclusion in all of its activities and 
works closely with the Equality & Diversity Officer to continually enhance the student experience for 
all of its members. 
A sample of the many relevant activities spearheaded by the SU during this period include: 
 

o Production of bookmarks for the library which featured collaborative and supportive 

LGBTQ+ stories on them  

o Collaborating with the Terence Higgins Trust, including fundraising for them on World 

AIDS Day 

o Ensuring that all external venues had gender neutral toilets during Freshers Week 

o Introducing the Pet Therapy initiative into the Conservatoire, with the support of the 

Counsellor & Disability Advisor 

o Working with the Trans Edu project, which is exploring the experiences of trans students 

and staff in Scotland 

o Establishing a South East Asian Society to build an additional supportive community for 

students 

o Establishing a Mature Students Network, together with the role of Mature Students 

Officer on the Student Council 

o Creation of a silent space for use by students and staff 

o Forged links with local HEIs to enable our students to benefit from their Chaplaincy 
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Student Feedback 
 
We receive regular feedback from students who are involved in equality, diversity and 
inclusion activities, and who recognise the value of embracing and celebrating diversity 
throughout their time at the Conservatoire. 

“Glasgow is such a friendly city and this is 
clearly reflected here in the RCS 
community. Diversity is in the heart of 
this community. Students are keen to 
always learn more about E and D, this is 
refreshing. The art made in the building 
also reflects this. The best part about the 
forum is the E and D bids which supports 
exciting, fresh, ground breaking and 
socially aware projects. In today's world 
we need these projects to take a stand. 
RCS supports this wholeheartedly. " 

Ankna Arockiam, Research Student and  

Former SU President 

 

 

"Apart from creating work that is 
accessible to all, RCS also 
delights in building a community 
that artists from all walks of life 
can be a part of, which is 
fundamental to the development 
of culture in Scotland." 

Victoria Chen,  

BA Acting 
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We don’t just receive positive feedback from our students – we also encourage constructive 

challenges and assistance in our ongoing journey to achieve a truly diverse and empowered 

student body. 

 

"In the time I've been at 

RCS, diversity has been 

at the heart of my practice 

and performance making. 

It has been great working 

alongside the Diversity 

and Equality team. From 

planning and organising 

black history month, to 

having continued 

conversations about 

upping the racial diversity 

at RCS. It is a great 

institution doing great 

work and I look forward to 

the continued work we will 

be doing and to get more 

Asian and Black students 

into the RCS and continue 

to celebrate the diversity 

in the arts in Scotland and 

beyond!" 

 

Sanjay Lago, SU Cultural 

Diversity Officer 

 

“The Students' Union works collaboratively with 
the Conservatoire to promote Equality and 
Diversity throughout the institution. This has 
resulted in exciting and interesting student-led 
projects including promoting awareness of 
gender and sexual diversity through the creation 
of bookmarks that reached 1 in 5 students, 
numerous performances through the E&D fund 
and the President of the SU sitting on the 
Equality Challenge Unit institutional team. 
Students are allowed a space to question and 
bring up concerns within the conservatoire that 
plays an important central part of the students' 
experiences.”  

Will Stringer, Student Union President 

“There are two things that have made a significant 

difference for me.  The first is how my PhD supervisor 

has embraced the discussion of gender issues in my PhD 

and enabled me to express quite strong views and 

describe quite traumatic experiences in an environment 

where I have felt supported in my efforts to express 

these things both through the written work and the 

creative work.  The second is the setting up of the 

Mature Students group as part of the Students’ 

Union.  This has proved a very important environment for 

a small group of students who share common difficulties 

in taking their studies forward.  It has provided a place 

for people with similar concerns to support each other.” 

Lucy Hollingworth, PhD Student 
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STAFF 

CONFERENCES 

Our staff Learning & Teaching Conference in 2016 focussed on equality, diversity and 

inclusion. It provided an opportunity for staff to come together to engage with the challenges 

and opportunities of providing a truly inclusive educational experience for an increasingly 

diverse range of learners. 

Dame Ruth Silver, Chair of the Commission on Widening Access was the keynote speaker. 

Over the course of the conference, workshops and information sessions were run on the 

following themes: 

Externally run sessions: 

o Unconscious Bias – run by the Equality Challenge Unit 

o Equality and Diversity within Assessment and Feedback – run by the Higher Education 

Academy 

o Transforming Communities – run by Sistema Scotland 

o Corporate Parenting – Who Cares? Scotland 

o Mental Health and Student Mental Health Agreements – NUS Scotland 

Staff run sessions 

o Equality & Diversity budget bids 

o Assessment and Feedback 

o Widening Access 

o Exploring the impact of Students’ Mental Health in HE 

o Equality & Diversity Awareness for Audition Panel Members 

Training 

BSL/ Deaf Awareness 

In the period March 2016 - March 2017, our dedicated Sign Language Interpreter 

Coordinator ran three 2 day workshops for colleagues, to introduce them to basic British Sign 

Language and develop an awareness and understanding of d/Deaf culture. This is in addition 

to the training we had commissioned in previous years from Solar Bear Theatre Company and 

Deaf Perspective, where colleagues had the opportunity to access BSL Level 1 and Level 2 

training provision.  

Some of the feedback from staff attending the internally run workshops can be seen at 

Appendix 5. 

Equality & Diversity Awareness for Audition Panel Members 

All staff involved in audition panels, be they employed by the Conservatoire or visiting 

professionals, are required to attend a training session run by the Equality & Diversity Officer 

and the Counsellor & Disability Advisor. The workshop provides information about equality 
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legislation in relation to employment, education and training as well as the opportunity to 

explore how to respond appropriately in specific, sometimes sensitive scenarios. 

Transgender Awareness 

We have worked to enhance levels of knowledge and awareness of Trans issues within the 

Conservatoire, through the Human Library events and through commissioning the Scottish 

Transgender Alliance to run a workshop open to all staff and students. We intend to update 

our acclaimed It Gets Better video to include some of our Trans students, who have 

volunteered to participate. 

Workshops  

We have run a number of diverse workshops which staff (and students) have been invited to 

attend, including the following two events which had a very specific diversity focus that 

supported the general duties of the Equality Act, in terms of promoting good relationships 

and eliminating discrimination: 

The Black Minstrelsy in Scotland – Talk and Exhibition 

As part of our Black History Month events in October 2016, in partnership with the 

Coalition for Racial Equality and Rights, we hosted a talk by Dr Eric Graham which 

explored the historical links between Scotland and slavery. The exhibition contained 

images that are shocking in the present day context, but are an important document 

of Scotland’s relationship with racism and the continued racial myths and stereotypes 

that exist today. 
 

Examples of feedback from the session, illustrating the impact of the workshop can be 

seen at Appendix 6. 
 

 Maggie Kinloch in Conversation with Horse MacDonald 

To celebrate LGBT History Month, we welcomed back our former Deputy Principal 

Maggie Kinloch who led a moving and though provoking discussion with singer and 

songwriter Horse MacDonald. They discussed her autobiographical play “Careful”, 

which is based on her experiences of growing up gay in a small village in Lanarkshire, 

and which is a tale of triumph over adversity through music. 

A member of staff at the Conservatoire has developed an educational resource pack 

for schools to accompany the play, which can be viewed here.  

Examples of feedback from the session, again illustrating the impact of the workshop, 

can be seen at Appendix 7. 

Equality & Diversity Bids 
 

Our innovative Equality & Diversity Bids process continues to be an extremely successful means of 

engaging staff as well as students in actively promoting inclusivity and diversity within and beyond 

their own art form. We have been overwhelmed with the continued creativity, imagination and 

inspiration demonstrated by our bidders, which within the last two rounds of bids have included: 

https://www.youtube.com/watch?v=hIRZC36qG_4
https://media.wix.com/ugd/14d8a1_35d4c2e3ba0a45dea72b44e9a8da76c8.pdf
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o Diverse Dance – exploring opportunities for disabled and non-disabled dancers to work and 

perform together 

o Signed Sewing Skills – short, instructional videos on basic sewing techniques, with voice-over, 

subtitles and BSL interpretation, to make them accessible to a wide range of staff and 

students 

o Sanctuary – a project based on the refugee, asylum and migration humanitarian crisis, this 

project brought together current and past students with a wide range of community groups 

and local schools 

o A Choreographic Practice Lab, exhibition and exploration of public access to disability 

arts practice all form part of this three pronged bid 

o “Radiant and Brighter” – Programme of choral practice for refugees and asylum 

seekers new to Scotland, culminating in a public performance  

o Developing awareness of more diverse dance forms for both students and staff, 

focusing initially on Chinese Classical Dance and African Dance 

Staff Diversity Survey 

In February 2017 we ran an anonymous on-line diversity survey for the first time in over 5 

years. We wanted to know if colleagues would be more willing to disclose data relating to 

protected characteristics on an anonymous rather than an attributable basis, which would 

indicate the need for further work to be done in building confidence in staff to make them 

feel supported and safe to be open about every part of themselves (should they so wish) 

within the working environment. 

The response rate to the survey was higher than previous surveys, with nearly double the 

number of staff responding on this occasion compared to the 2011 survey (221 compared to 

114). This represents 40.1% of all staff, including hourly paid colleagues, who engaged with 

the survey. 

The results demonstrated that: 

o Staff were 50% more likely to declare a disability in an anonymous survey (21 

individuals disclosed one or more disabilities, equating to 9.5% of respondents, 

compared to 14 named individuals who have disclosed a disability.) This has 

significant implications for us as an employer in terms of ensuring that our disabled 

staff are receiving the support and assistance they require to enable them to fulfil 

their potential, and has highlighted a priority area of work to encourage disclosure 

amongst staff. 

o 10.9% of respondents to the survey identified as LGBT, which is slightly lower than 

other data sources would suggest, but this may simply be due to those individuals 

who responded to the survey 

o 2.7% of respondents identified as being from a BAME background, which is lower 

than our current representation which stands at 3.6%. Again this may be due to 

individual choice about participating in the survey. 

o 55% of respondents indicated that they have no religious beliefs, which corresponds 

with all other data sources we have. 
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COMMUNITY 

As has been the case for many years, a number of the Conservatoire’s programmes have 

forged strong community links that play an important role in the development of our 

students, both academically and as compassionate artists and citizens. 

Working in the Community 

Each year for the past 5 years, second year students from our BA (Hons) Contemporary 

Performance Practice (CPP) programme have collaborated with Oakwood Primary School in 

Easterhouse is in its 5th year. Students from CPP2 work with all pupils from P7 to make a 

performance that contributes towards the curriculum for excellence  

Students from the same year group are currently working with 11 community participants 

from across Glasgow on the Choreographic Practice in Social Contexts module.  

In March 2017 five CPP4 students delivered creative projects in three Prisons across 

Scotland; HMP Low Moss, HMP Shotts and HMP & YOI Cornton Vale. Using the model of 

'making a show in a week' the students worked alongside prisoners to devise original 

performance work inspired by their own ideas and opinions of a given stimulus. The projects 

were incredibly successful and garnered positive feedback from everyone that took part 

including prison staff; 

The programme design team for CPP is engaging in ongoing work in developing the 

curriculum through review to reflect a thoroughly non-Eurocentric view of performance.  

During the 2016-17 session, the RCS Music Placement Programme in Healthcare Settings has 

been able to continue to consolidate and develop its work as follows:   

 A funded 30 day residency programme, “Hospital Notes”, staffed by 2 recent RCS 

graduates, was run in Forth Valley Royal Hospital (FVRH) and associated Community 

Hospitals from October 2016 – February 2017, offering sessions in the hospital atrium 

and a range of wards and waiting areas including mental health and elderly care and 

assessment. This provided the graduates involved with an early stage career opportunity 

to establish participatory practice with patients and staff at the hospital. Further funding 

has been sought by the FVRH Arts Co-ordinator to support the continuation of the 

programme. https://nhsforthvalley.com/musicians-bring-sound-of-music-to-forth-valley-

hospitals/.  There is the potential for Community Music student placements to augment 

this initiative as part of 2017-18 placement arrangements.  

Speaking on behalf of the whole team, you have been a delight to work 

with. You were so professional and organised but also, and perhaps more 

importantly, so supportive and encouraging with our guys. It takes special 

people to do great work in prisons and you certainly proved yourselves this 

week. 

Ruth Facchini, Learning Centre Manager, HMP Low Moss 

https://nhsforthvalley.com/musicians-bring-sound-of-music-to-forth-valley-hospitals/
https://nhsforthvalley.com/musicians-bring-sound-of-music-to-forth-valley-hospitals/
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 Music in Society student placements were held at Forth Valley Royal Hospital (Mental 

Health Unit, Stroke Unit and Integrated Care); Stobhill Hospital Stroke Rehabilitation 

Unit; Queen Elizabeth University Hospital – Atrium; New Victoria Hospital – Atrium; 

Gartnavel Royal Hospital Hub and Iona Ward (in association with Art in the Gart); Erskine 

Glasgow Residential Care Home. In addition to consolidating partnerships from previous 

placements, this enabled RCS to continue to pilot new work in partnership with NHS 

Greater Glasgow and Clyde and with Erskine Glasgow. As a result, NHSGCC and Erskine 

Glasgow are keen to host more student performances for the therapeutic benefit and 

enjoyment of patients, visitors and staff and work is in progress to establish further 

student placement options. 

 Following a request from Centre staff, the Community Music placement at Beatson 

Cancer Charity Wellbeing Centre has been run on a residency basis this session, 

culminating in very successful themed performances for Valentine’s Day and Mother’s 

Day. 

 New Community Music placements have been established this session for patients with 

Dementia at Leverndale Hospital and Gartnavel Hospital to increase access to live music. 

In connection with this, all Community Music students had the opportunity to participate 

in the Dementia Friends awareness programme and to register as Dementia Friends – an 

initiative that could be extended to additional students and staff in 2017-18.  

The Buzzcut Festival, led by graduates Nick Anderson and Rosana Cade is in its 6th year. It 

annually involves students and graduates of the CPP Programme as artists and volunteers. 

Buzzcut Festival is sector leading in its determination to be inclusive with many performances 

signed, audio described and captioned. They also offering a bespoke guide for individual 

assistance. All announcements are projected, signed and BSL interpreted. They create an 

accessibility 'key' to indicate which performances may be accessible to a deaf audience in 

relation to their reliance on visual language rather than the spoken word. They also offer a 

rest area for people with differing abilities.  

Collaborative Partnerships 

The Conservatoire has established a number of collaborative partnerships with Radiant & 

Brighter, a Glasgow based organisation whose mission is:  

We are working with the organisation to develop a community choir to empower asylum 

seekers, refugees and migrants through the power of collective singing. We have committed 

 The RCS Community Music Co-ordinator has continued to represent RCS on the recently 

established Arts and Health Network, Scotland. As well as supporting a forum for Arts 

and Health practitioners and managers Scotland-wide, the Network is also connected to 

the All Party Parliamentary Group (APPG) on Arts, Health and Wellbeing.  

To provide a holistic approach which empowers communities and creates a 

safe space for disadvantaged groups to share knowledge and engage in a 

process of overcoming social, cultural and structural obstacles through the 

use of already existing skills, qualifications and talents. 
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to develop training resources together which will be used to challenge perceptions and 

attitudes at the earliest possible age within the learning environment, with a view to 

minimising negative actions and behaviours at a later stage. 

We are also commissioning Radiant & Brighter to run training sessions for us, including a full 

day induction for new staff which will cover ethnic diversity and equality issues. Alternative 

provision is being considered for existing staff during Learning & Teaching Week in 

September 2017. 

Limitless 

In 2016 the Conservatoire collaborated with the National Theatre of Scotland and the 

National Autistic Society Scotland to create the Limitless pilot project, which explored good 

practice in using drama methodologies with autistic children, teenagers and young adults. 

The aim of the pilot was to: 

 Build skills and confidence for artists/ staff in the engagement of autistic individuals in 

creative workshops/ development and delivery of professional drama productions 

and curriculum. 

 Develop a range of methodologies to engage autistic individuals across a series of 

ages, with drama devising and text approaches: try, test and evaluate. 

 Test interest in and approaches to engagement of autistic individuals in developing 

work that tells their stories through creative writing/ performance/ collaboration 

The pilot provided an opportunity to test this three way partnership, from which we 

established that by joining forces we can create holistic approaches to the development of 

people with autism as practitioners, participants, artists and audiences. 

The pilot gave everyone involved, from staff at the partner organisations, to the freelance 

artists and teachers, greater confidence in working with people with autism, and provided a 

theatre toolkit they can employ in the future. 

The partners plan a further four years of joint artistic, creative and educational exploration. 

Further details can be seen on the Limitless pilot website.  
  

http://www.limitlesspilot.co.uk/
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PART 3  
FACTS AND FIGURES 

The following section provides information about the composition of our staff and student 
bodies in terms of numbers and protected characteristics, where that information is 
available. For the first time it also provides information about the gender breakdown of our 
Board of Governors. 
 

OUR STAFF 
 

We have the greatest number of full-time staff of any UK conservatoire and all our teaching 
staff are practicing professionals in our own right.  
Our permanent workforce has increased over the last two years by over 24%. The gap 
between the proportion of male and female staff has reduced by 2%, whilst still retaining an 
overall majority female workforce. 
 

 Headcount % 

2015 Female 145 58% 

2015 Male 105 42% 

 Total 250  

2017 Female 173 56% 

2017 Male 136 44% 

 Total 309  

 
It is of course necessary to look beyond overall numbers of staff to examine where male and 
female colleagues are located within the institution, both in terms of grade and occupational 
role. Some key information is contained below, but full details can be seen within our Equal 
Pay Review 2017. 
 
 

Grade 2015 
Female 

2017 
Female 

2015 
Male 

2017 
Male 

2015 
Total 

2017 
Total 

2015 % 
Female 

2017 % 
Female 

2015 % 
Male 

2017 % 
Male 

1 7 8 5 8 12 16 58% 50% 42% 50% 

2 0 3 1 5 1 8 - 37.5% 100% 62.5% 

3 14 16 13 17 27 33 52% 48.5% 48% 51.5% 

4 30 34 13 11 43 45 70% 76% 30% 24% 

5 33 33 9 22 42 55 78% 60% 22% 40% 

6 19 25 8 10 27 35 70% 71.4% 30% 28.6% 

7 23 37 26 30 49 67 47% 55.2% 53% 44.8% 

8 4 4 11 13 15 17 27% 23.5% 73% 76.5% 

9 8 8 13 12 21 20 38% 40% 62% 60% 

10 4 3 1 2 5 5 80% 60% 20% 40% 

CSMT 3 2 5 6 8 8 37% 28.6% 63% 71.4% 

Totals 145 173 105 136 250 309     

 
A significant proportion of our female staff are located within the middle ranges, with the 
largest single number (37) of female colleagues being represented at Grade 7, which is the 
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grade on which lecturers are paid. The next highest numbers of female staff are on grades 4 
and 5 which are largely administrative and support roles and which we know from our 
research into occupational segregation are areas that male colleagues are less likely to apply 
to work within. We have committed to undertake research and where appropriate take 
action to redress this imbalance. 
We also acknowledge that the representation of females at the highest levels in the 
Conservatoire has reduced proportionally over the last two years, and are keen to address 
this too, whilst being mindful of the limited opportunities for making an impact in a short 
timescale within a small and specialist institution.  
 
 
 
 

 

 

 

 

 

 

The total of our employees including full time and hourly paid staff at all levels is 551, with a 

gender split of almost 50/50 (at the current time we have no staff member who identifies as 

non-binary or transgender). This balance is reflected in the statistics for both our academic 

and non-academic professional staff, which can be seen to be more evenly spread than in the 

sector as a whole. The gender balance at the Conservatoire in the category of 

“Secretaries/Receptionists” is significantly better than in the sector as a whole (HEIs male: 

8.1%; RCS male: 41.7%), which is due both to the inclusion of Box Office Assistants and to the 

overall small numbers. 

The sector average stands at 82.8% for the category of “Library /Administration”. Whilst the 

Conservatoire figure is slightly under at 81.5%, this is an area that requires further research 

to identify why there is such an overrepresentation of women in these areas.  

One category where we have a particularly high representation of women is within “Student 

Welfare/ HR”, where currently 82.4% of our workforce is female, compared to 73.2% in the 

rest of the sector. Whilst these are areas that have historically attracted women, we need to 

identify why this seems to be even more acute within our institution, and to explore ways to 

potentially redress this. 

The other area which requires review is that of “IT/ Building/ Technical”, where only 25% of 

our staff are female compared to a national average of 39.8%. 

The number of our permanent staff from a Black, Asian or Minority Ethnic (BAME) 

background has grown in numbers but reduced in percentage terms due to the overall 

 
Category of staff 

(ECU Research 2014) 
Scottish HEIs RCS 

Female Male  Female Male 

Cleaners, security, porters 62.8% 37.2% 38% 62% 

Secretaries, receptionists 91.9% 8.1% 58.3% 41.7% 

Library, Administration 82.8% 17.2% 81.5% 18.5% 

Marketing, Comms, PR 63.1% 36.9% 64.3% 35.7% 

Student Welfare, HR 73.2% 26.8% 82.4% 17.6% 

IT, Building, Technical 39.8% 60.2% 25% 75% 

Managers 51.3% 48.7% 68.8% 31.2% 

Non-academic Professionals 59.4% 40.6% 50% 50% 

Academic Professionals 41.8% 58.2% 50.9% 49.1% 
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increase in staff. We fully acknowledge that our current representation of 3.6% of the 

Conservatoire’s permanent workforce is low and does not reflect the composition of the 

BAME population of Scotland, which stood at 4% in the 2011 census. We are committed to 

undertaking appropriate activities to address this underrepresentation at all levels of the 

workforce and will be working with external agencies to develop positive initiatives to 

enhance our performance in this area over the coming two years. 

The overall number of staff who identify as having a disability has increased by 40% since 
2015, although again this equates to the relatively small numbers of 10 in 2015 and 14 (4.5%) 
in 2017. We match the sector average according to the “Equality in higher education 
statistical report 2016”2, which highlighted that over the last decade, the number of staff in 
the sector declaring a disability has doubled from 2.2% to 4.5%. 
Disabled colleagues are represented at the majority of grades from 1 to 9, and in a wide 
range of roles.  
 

RECRUITMENT 
 

The following section reviews data relating to the recruitment of staff during the period 1st 
February 2016 to 31st January 2017.  During this period 75 new members of staff were 
appointed to a wide range of academic and support posts. 
 

1. GENDER 
During this period one third (33%) of successful candidates identified as male, over half 
(56%) as female, and 10.6% did not identify their gender. The number of males appointed 
was in direct correlation to the number who applied and was shortlisted. 

 

Recruitment by 
Gender 

All Applicants Shortlisted Appointed 

Gender No. % No. % No. % 

Male 375 33.7 67 33.8 25 33.3 

Female 678 60.9 125 63.1 42 56.0 

Not Stated 50 4.5 2 1.0 7 9.3 

Declined 10 0.9 4 2.0 1 1.3 

TOTAL 1113 198 75 
 

2. DISABILITY 

During this same period, 6.3% of all applicants declared that they had a disability, 

translating to 6.7% of all appointments. We have seen a very slight increase in non-

disclosure rates at application stage (where candidates decline to declare whether or not 

they have a disability) from 5% to 5.3%.  

 

 

 

 

                                            
2 Equality Challenge Unit, “Equality in higher education statistical report 2016 – weighted by full person 
equivalent” 
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Recruitment by 
Disability 

All Applicants Shortlisted Appointed 

Disability No. % No. % No. % 

Yes 70 6.3 17 8.6 5 6.7 

No 984 88.4 177 89.4 62 82.7 

Not Stated 53 4.8 4 2.0 7 9.3 

Declined 6 0.5 0 0.0 1 1.3 

TOTAL 1113 198 75 

 

2. ETHNICITY 

 

We have seen a slight reduction of BAME applicants, down from 7% of all applicants in our 

last report to 6.2% during this period. More significantly, whilst previously 8% of all those 

successfully appointed were from BAME backgrounds (equating to 8 individuals), this 

period only 2 BAME staff were recruited, equating to 2.7% of all vacancies.  

This is disappointing, but due to the small numbers involved no meaningful conclusions 

can be drawn from this data. However, we are fully committed to taking appropriate 

positive action to encourage more job applications from people from BAME backgrounds. 

 

Recruitment by 
Ethnicity 

All Applicants Shortlisted Appointed 

Ethnicity No. % No. % No. % 

White Sub Total 975 87.6 179 90.4 65 86.7 

BAME Sub Total 69 6.2 12 6.1 2 2.7 

No Record 69 6.2 7 3.5 8 10.7 

TOTAL 1113 198 75 

 

 

4. SEXUAL ORIENTATION 

 

There was a slight percentage increase in Lesbian, Gay and Bisexual applicants during this 

period (rising from 8% to 8.7%), whilst the real numbers of individuals increased from 68 

to 96, an increase of 41.18%.  

The number of successful candidates who identified as heterosexual reduced from 78% to 

70.7%, whilst the number of appointees who did not disclose any information increased to 

24% from 14% previously. We are not aware of any rationale for this. 
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Recruitment by  
Sexual Orientation 

All Applicants Shortlisted Appointed 

Sexual Orientation No. % No. % No. % 

Bisexual 41 3.7 4 2.0 1 1.3 

Gay Man 41 3.7 10 5.1 2 2.7 

Gay Woman/ Lesbian 15 1.3 2 1 1 1.3 

Heterosexual 839 75.4 148 74.7 53 70.7 

Other 8 0.7 5 2.5 0 0 

Not stated 62 5.6 7 3.5 9 12 

Declined 107 9.6 21 10.6 9 12 

TOTAL 1113 198 75 

 

 

5. RELIGION AND BELIEF 

 

Our figures show that the majority of applicants (68.5%) and successful candidates (56.5%) 

do not have a religion or belief, with a further 17.6% providing no information for this 

question. As in previous years, the highest number of applicants from any one religion 

identified as “Christian - Roman Catholic” (94: 9.6%), with the most successful candidates 

(6: 7.1%) identifying as “Christian – Church of Scotland”. 

Full details of this category can be seen at Appendix 2. 

 

6. AGE 

As in our last report, the majority of applicants (61.4%) to posts within this period fall 

within the age category 19 – 29. This converts to 40% of all successful appointments, 

although the age of new employees ranges from “18 or less” to “50-59”. 

Recruitment by Age All Applicants Shortlisted Appointed 

Age No. % No. % No. % 

18 or less 13 1.3 2 1 1 1.2 

19 – 29 602 61.4 89 43 34 40 

30 – 39 270 27.5 55 26.6 24 28.2 

40 – 49 109 11.1 32 15.5 5 5.9 

50 – 59 57 5.8 13 6.3 4 4.7 

60 or more 8 0.8 2 1 0 0 

Not stated 54 5.5 5 2.4 7 8.2 

Declined 0 0 0 0 0 0 

TOTAL 1113 198 75 

 

LEAVERS 
 

Between February 2016 and February 2017, 41 members of permanent staff left the 

Conservatoire. Of these, 5 were academic staff and 36 academic support staff. Nearly 3 
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times as many women left as men (30:11), with the highest number (13) being in the 40 – 

49 age category. Two leavers had a disability, three were from BAME backgrounds and 

two identified as lesbian or gay, although none of those leaving gave any indication that 

their decision was related to their protected characteristics, and the primary reason for 

leaving was to take up a promotional post elsewhere, although lateral development and 

returning to study were also reasons. 

Analysis of information gained through our exit interview process indicates three key 

themes which may impact on a staff member’s decision to leave the Conservatoire to a 

greater or lesser degree, specifically: 
 

1. Lack of progression opportunities – there are many benefits to working within a 

small and specialist institution, but one downside is that it has a flat structure with 

little structured vertical career progression. To counter this, we are reviewing our 

Career Review process and Workplace Mentoring Scheme and are exploring 

opportunities for positive developmental initiatives such as job shadowing. 

 

2. Communications – this feedback relates to communications within the 

Conservatoire rather than at a local level, and requires further exploration as there 

are a number of media through which the CSMT communicate with all staff, 

including: fortnightly internal newsletter, monthly External Relations update, 

briefings with the Principal at the start of the academic session, regular email 

communications and so on. 

 

3. Workload – we have a Conservatoire wide activity-planning exercise which agrees 

the spread of contractual hours over the academic year with staff. The 

Conservatoire is a very busy performance venue and the hours of work during the 

year can fluctuate depending on the production schedule. We ensure that staff 

have access to a range of wellbeing and support facilities. 
 

 

EMPLOYEE RELATIONS 
 

Another important area to review in terms of equality and diversity implications relates 

to routine employee relations matters, specifically in terms of Grievances and Disciplinary 

processes, where issues of discrimination and unfair practices can potentially be 

identified. 
 
 

1. GRIEVANCES 

During 2016, there was a total of 9 grievances raised against members of staff, 8 by 

colleagues and 1 by a student. All grievances were based on Dignity at Work issues. Five 

were resolved informally whilst four went to formal proceedings where they were 

partially upheld.  All grievances related to working relationships with one involving 

unintentional discrimination relating to the protected characteristic of age. No other 

cases involved discrimination on the grounds of a protected characteristic. 
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Grievance  
Category 

2016 

Dignity at Work 9 

Total: 9* 

Raised by:  Raised against:  

Male 3 Male 5 

Female 5 Female 4 

Total: 8* Total: 9 

White 8 White 9 

BAME 0 BAME 0 

Disabled 0 Disabled 0 

LGBT 0 LGBT 2 

Total: 8  
 

*the total does not align as the student details have not been included  

 

2. DISCIPLINARY CASES 
 

There were 14 disciplinary processes initiated during 2016, 10 of which became formal cases. 

These were equally split between female and male members of staff. The one Dignity at 

Work case involved working relationships and did not involve a protected characteristic. 
 

Disciplinary Category 2016 
Attendance/Absence 8 
Dignity at Work 1 
Performance 5 

Total: 14 

Against:  

Male 7 

Female 7 

Total: 14 

White 14 

BAME 0 

Disabled 0 

LGBT 0 

Total: 14 
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OUR STUDENTS 
 

This section provides an overview of the composition of the students who attend our 
graduate and postgraduate courses. 
Students by level of study 

 

The highest number of our current undergraduate students are female (476), but 

proportionally disabled students are more likely to be matriculated on an undergraduate 

programme (82.7%) than another protected characteristic group (for whom we have 

reliable data). 

BAME students are more likely to be taking a post-graduate course of study than other 

groups (38.9%); this includes both international and domestic/ rUK students. 

Students by degree results - Undergraduates 

 Female Male BAME Disabled 

 No. % No. % No. % No. % 

1st class 21 17.2% 13 11.7% <5 N/A 9 12% 

2 (i) 26 21.3% 34 30.6% <5 N/A 20 26.6% 

2 (ii) 6 4.9% 13 11.7% <5 N/A <5 N/A 

3rd <5 N/A <5 N/A <5 N/A <5 N/A 

Ordinary 68 55.7% 50 45% 4 33.3% 42 56% 

TOTAL 122  111  12  75  
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Female Male BAME Disabled

Student by level of Study

UG Postgrad Total

 Female Male BAME Disabled 

 No. % No. % No. % No. % 

UG 476 71.3% 366 75.8% 77 61.1% 211 82.7% 

Postgrad  192 28.7% 117 24.2% 49 38.9% 44 17.3% 

Total 668  483  126  255  
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(NB: Where data refers to a unit of 5 or less we have replaced the figure with <5 in the number 

column/row and N/A in the percentage column/row to ensure anonymity in line with the 

Information Commissioner’s Office Anonymisation Code of Practice 

https://ico.org.uk/media/1061/anonymisation-code.pdf) 

As can be seen, female students are more likely to achieve a first class degree (17.2%) than 

disabled students (12%) or male students (11.7%). 

Female students are also more likely to get an ordinary degree, as can be seen from the 

table above. It is important to note that the majority of our degree courses are not honours 

programmes, the exception to this being BA (Honours) Contemporary Performance Practice, 

Bachelor of Music (Honours) and Bachelor of Education (Music) with Honours. 

A full breakdown of students by protected characteristics can be seen at Appendix 3. 

 

 

Disabled Students 

Each year the Conservatoire’s Counsellor and Disability Advisor reviews the details of 

students and applicants who have declared a disability, the nature of their disability, course 

of study and monitors their progress or admission details (for applicants). For disabled 

students, individual progress is also compared to non-disabled students on the same 

programme. An annual report is presented to the Conservatoire Senior Management Team 

with recommendations for action where appropriate. Each Director of School subsequently 

provides a response, once the report has been discussed at their own School Management 

Meeting. 

In 2015/16 the total number of students with disabilities at the Royal Conservatoire 

increased from 260 last year (or 27% of the total student population), to 293 (28.4%). 

The number of students declaring dyslexia or a Specific Learning Difficulty (e.g. dyslexia, 

dyspraxia, dyscalculia) increased from 119 (12.4% of the student population) to 134 (13%).  

The number of students disclosing a mental health disability (e.g. depression, anxiety, OCD) 

increased from 80 students (or 8.3% of the total student population) in 2014/15 to 85 

students (8.3%). 

https://ico.org.uk/media/1061/anonymisation-code.pdf
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OUR BOARD OF GOVERNORS 
 
There are currently 9 female Lay Governors and 10 male Lay Governors, giving a balance of 
47% female and 53% male. Clearly that balance meets the Board’s objective of achieving a 
minimum representation of 40% for either gender amongst lay Governors by July 2019. 
Overall (i.e. including elected and ex officiis) there are currently 13 female and 12 male, 
giving a balance of 52% female and 48% male. 
  

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

Dyslexia, dyspraxia, dyscalculia,

Hearing impairment

Visual impairment

Mobility impairment

Asperger Syndrome/ASD

Mental health disability

AD(H)D

Unseen disability

Multiple disabilities

Comparison of disabled students in SoM and SoDDPS in 
2015/16

SoDDPS SoM
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EQUALITY AND DIVERSITY FORUM 

TERMS OF REFERENCE 

PURPOSE:  

To bring together key expertise and representatives from across the Conservatoire to form a 

dynamic, proactive and empowered Equality and Diversity Forum that will meet each term. 

The Forum will provide a regular opportunity for discussion and a means of consultation and 

action regarding all equality and diversity issues, reporting back to the Conservatoire Senior 

Management Team (CSMT) on a regular basis. 

The Forum will: 

 Identify and advise on priorities relating to equality and diversity matters affecting 

both students and staff 
 

 Identify opportunities for promoting and sharing the positive benefits of embracing 

diversity – individually and collectively – and gain approval for implementing 

initiatives from CSMT 
 

 Act as a resource and knowledge base to ensure that equality and diversity is 

embedded throughout all programmes and approaches to learning 
 

 Review existing policies, procedures and practices as necessary; through changes in 

legislation or via anecdotal evidence, i.e. parents/ carers 
 

 Monitor the implementation of requirements and recommendations that arise from 

the introduction of new or revised policies or procedures  
 

 Receive and consider regular updates on progress against the Conservatoire’s Equality 

Outcomes and other commitments under the Equality Act 2010 
 

 Control a set budget for equality and diversity initiatives, on behalf of CSMT 
 

 Consider equality monitoring data and make recommendations for enhancing the 

diversity of the Conservatoire 
 

 Gain approval from the CSMT for the establishment of project groups, as required, 

and recommend research on specific areas of equality and diversity 
 

 Consider issues of access and inclusion alongside equality strategies 
 

 Act as the ambassadors of equality and diversity across and outwith the Conservatoire  

Revised September 2016 
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RECRUITMENT STATISTICS – RELIGION AND BELIEF 
 

Recruitment by  
Religion or Belief 

All Applicants Shortlisted Appointed 

Religion or Belief No. % No. % No. % 

Buddhist 4 0.4 1 0.5 0 0 

Christian – C of S 67 6.8 12 5.8 6 7.1 

Christian - RC 94 9.6 14 6.8 0 0 

Christian - Other 65 6.6 12 5.8 3 3.5 

Hindu 0 0 0 0 0 0 

Jewish 11 1.1 1 0.5 0 0 

Muslim 4 0.4 1 0.5 1 1.2 

Sikh 0 0 0 0 0 0 

Spiritual 20 2 3 1.4 1 1.2 

Other 9 0.9 1 0.5 1 1.2 

No religion 672 68.5 133 64.3 48 56.5 

Not Stated 59 6 4 1.9 7 8.2 

Declined 108 11 16 7 8 9.4 

TOTAL 1113 198 758 
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Student population by School and protected characteristic 2016-17 (Current student 

Demographic)  

 RCS   % L&T SoDDPF SoM 

Female 668 58% 67 81% 250 58% 351 55% 

Male  483 42% 16 19% 180 42% 287 45% 

Total (100%)  1151  83  430  638  
         

BAME 126 11% <5  40 9% 83 13% 

White 992 86% 77 93% 382 89% 533 84% 

Not known 33 3% <5  8 2% 22 3% 
         

Disabled 255 22% 9 11% 131 30% 115 18% 

Not disabled 896 78% 74 89% 299 70% 523 82% 

Not known         
         

21 or under 650 57% <5  267 62% 381 60% 

22-25 300 26% 14 17% 108 25% 178 28% 

26-35 149 13% 33 40% 53 12% 63 10% 

36 and over 52 5% 34 41% 10 2% 8 1% 
         

Bisexual 55 5% <5  19 4% 32 5% 

Gay/Lesbian 66 6% <5  28 7% 35 5% 

Heterosexual 886 77% 65 78% 335 78% 486 76% 

Not known 116 10% 11 13% 38 9% 67 11% 

Other 28 2%   10 2% 18 3% 
         

Agnostic         

Atheist         

Buddhist 14 1% <5  <5  8 1% 

Christian 395 34% 27 33% 145 34% 223 35% 

Hindu <5  <5    <5  

Jewish 10 1%   <5  9 1% 

Muslim <5    <5  <5  

Sikh         

Spiritual  22 2% <5  8 2% 11 2% 

No Religion 597 52% 37 45% 239 56% 321 50% 

Other 18 2% <5 2% 7 2% 9 1% 

Information 
refused 

90 8% 9 11% 27 6% 54 8% 
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TRANSITIONS STATISTICS 

2015/16 Cohort 

153 students. 

91 from SiMD3 1 postcodes; 62 from SiMD 2 postcodes 

11 students declared they are from a BAME background 

4 students declared they have caring responsibilities 

3 students declared they had a care experience 

4 students declared they were a disabled person. 

 

Transitions to RCS starting in academic year 2016/17 

11 students transitioning into undergraduate courses at RCS. Including for the first time two 

to BA Acting and one male student to BA Modern Ballet  

6 from SiMD 1 postcodes; 5 from SiMD 2 postcodes 

7 male 

4 female 

 

Transitions to other HEI’s starting in academic year 2016/17 

14 students transitioned to undergraduate courses at other HEI’s. Including one student who 

has declared themselves as a disabled person and another who is BAME. 

7 from SiMD 1 postcodes; 7 from SiMD 2 postcodes 

3 male 

11 female 

 

Current Transitions Cohort 

188 students.  

102 from SiMD 1 postcodes; 86 from SiMD 2 postcodes 

18 students declared they are from a BAME background. 

8 students have declared a care experience 

4 students have declared they are carers 

11 students have declared they are a disabled person. 

 

Transitions to RCS for starting academic year 2017/18 (as at Feb. 2017) 

                                            
3 Scottish Index of Multiple Deprivation 
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12 students with offers to study at RCS.  

4 from SiMD 1 postcodes; 8 from SiMD 2 postcodes 

6 male 

6 female 
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FEEDBACK FROM INTRODUCTION TO BSL/ DEAF AWARENESS TRAINING 
 

“There was lots of practical advice about etiquette for working with deaf 

students (eg. how to let a deaf person know you have entered the room by 

switching the light on and off).  I think the course also increases confidence and 

understanding about working with deaf students and I hope this enables me to 

work more effectively with our weekly evening Deaf Theatre Class in the 

future.” 

 

“I am more confident in attempting to communicate with fellow 

ushers who are deaf, and also with deaf patrons who come to 

our events.” 

 

“I will definitely have more awareness of my facial expressions and body 

language when communicating with someone who is deaf”. 

 

 

“I will no longer assume that the non hearing people I come into contact with 

write, speak or wish to speak English.  I’m now aware of the intolerences and 

injustices they’ve suffered, especially historically in the education system and by 

society as a whole.”  
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APPENDIX 6 
FEEDBACK FROM THE BLACK MINSTRELSY IN SCOTLAND SESSION 

 

“This session has been important to assist me in recognising the (very 

recent) nature of minstrelsy as I grew up in a generation within the UK 

where I had little exposure to it.” 

 
“I think I’d like to not take what I’m told at face value anymore!” 

 

“I was raised with a certain level of anxiety about racial prejudice and 

the importance of not seeming to draw attention to people’s differences.  

It has made me generally quite anxious about language.  One of the 

significant issues raised in this session is the importance of the 

discussion about our history of prejudice and it’s place in education, and I 

think that I may find myself with a greater willingness to engage rather 

than avoid this issue.” 

 

“I think I’m now more intrigued to think of creating productions centred 
on Scotland’s history. I’m also particularly intrigued by the notion of a 
country smothering its history, an idea I’d like to explore further…” 
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APPENDIX 7 
FEEDBACK FROM “MAGGIE KINLOCH IN CONVERSATION WITH HORSE” 
 

“I attended the session in order to find out about Horse in preparation for 

building an LGBTQ+ resource pack for schools, based on ‘Careful’. The 

session and resulting consultations have been very useful in the 

development of this.” 

 

“It has made me think about the connection between art and 

personal reflection and expression. This is an area which I 

haven't really explored as an artist, but hope to develop in the 

near future. It was enlightening to experience a world of very 

personal art from a non-classically trained musician. It has 

made me want to explore a connection between the two worlds” 

and explore the scope for an artist's personal expression in 

prewritten works, be it opera or song.” 

 

“This event was a reminder to me that although things are changing, 

we cannot afford to become complacent. We need to remain 

personally aware that we treat others with respect and step forward 

when we see or hear prejudice. 

I will try harder to be myself, support and encourage others to be 

themselves and remember that we don’t always know what others are 

going through.” 

 

“This has helped me to appreciate more that everyone has a story and 

that we can encourage staff and students to be more open about their  

(sometimes invisible) concerns.” 

 


